This research is about the study of the Saving and Credit Co-operative Societies (SACCOS) employees' personality traits, self-efficacy, and organizational commitment of Kathmandu district. The researchers have used Mini-IPIP five-factor model personality. The scale consists of 20-items short form of the 50-items IPIP-FFM. The Big Five personality traits have measured employee's agreeableness, conscientiousness, emotional stability, extraversion and intellect. The Organizational commitment scale is used to measure the employee's affective, normative and continuance commitment. The employees are human capital and without their contribution, no one can imagine of this present digital world. The Self-efficacy scale is used to find the optimistic beliefs of employees' competence to deal efficiently with a variety of stressful situations. The total sample size consists of 260 employees (Male = 127 & Female = 133). The samples are drawn from Sixty Three SACCOS of Kathmandu district only. This study finds the relationships among the SACCOS employees' personality traits, commitment and self-efficacy to handle the employees' behavior efficiently for the overall productivity of an organization.
Introduction
The history of the Co-operative is a term derived from a social enterprise or It shows that the cooperative societies help in improving the living standards, and quality of life, along with good educational outcomes for their children in the semi-urban and rural areas and improve the living standards of low-income and marginalized groups in Nepalese societies. There are about 6,030,857 cooperative members and 56,475 employees with more than 34,500 Co-operative institutions (Co-operative Statistics, 2016, p. 7), involving in operation successfully.
In human resource behavior, personality traits, organizational commitment and self-efficacy are widely studied topics in numerous disciplines, but they pose a deep concern in organizational psychology. Personality traits have significant role in the testing in employee's selection and implementing various personality assessments in the workplace [1] . This study is helpful to explore the knowledge about links with many employees' behaviors and attitudes that may influence the organization like "Big Five" which means five personality traits: agreeableness, conscientiousness, emotional stability, extraversion and intellect that serve as the focus for personal characteristics [2] , absenteeism [3] , turnover [4] [5] , and organizational citizenship behavior [6] and job satisfaction [7] . Carl Gustav Jung [8] believes the self as an archetype propelled men to search for unity, harmony, and wholeness among all elements of the personality. He gave a start for the studies about personality types and models. Goldberg's list of the best measure of personality trait being used as Big Five, originally consisting of 100 items (Big Five Factor Markers); or the 20-item Mini-IPIP inventory being used short version of the 50-item questionnaire for scaling the Big Five Personality Traits [9] . The 20-item Mini-IPIP is derived from International Personality Item Pool (IPIP). Lawrence describes that personality refers to the pattern of behaviors consistently exhibited by an individual. This study explores the personality traits and their relationship with self-efficacy and organizational commitment in SACCOS's employees. The study also explores the relationships with the inter co-relationships among the personality traits. Gelade, Dobson, and Gilbert [10] have examined organizational commitment in a sample of 49 countries. Affective commitment (AC) varies significantly by country, and it is strongly related to the dimensions of personality. AC is high in countries where the population is extravert and Low in the Countries where the population is neurotic.
Extraversion is a personality trait associated with the positive effect, correlated (0.22) with organizational commitment and emotional stability.
Personality shows the individual differences in characteristic patterns of thinking, feeling and behaving. A galaxy of personality traits are needed for the success in the context of job. The traits are self-awareness, resilience, motivation, interpersonal sensitivity, influence, decisiveness and integrity. According to Church [11] traits are comparatively stable in individual differences in thoughts, Allen and Meyer [12] [13] define that organizational commitment as a "psychological link between the employee and his or her organization makes it less likely that the employee will voluntarily leave the organization. Organizational commitment is not only a significant factor in human resource management but also a widely studied topic, and a deep concern in organizational psychology due to its connection with many employees' behaviors and attitudes. Numerous definitions of the organizational commitment state that all commitments are like a psychological state that describes an employee's relationship with organization and a tendency to continue the relationship with the organization [14] . The loyal and committed employees of an organization create values, dedication and strong belief among the team members. The employees have commitment to foundational roles to achieve the specific organizational goals. The organizational commitment exists in the three types of the commitment in organization.
Meyer and Allen furthermore, have developed a three-dimensional model encompassing affective, normative, and continuance commitment. Affective commitment defined by Meyer and Allen, as the "emotional affection to an organization; a strong belief in and reception of the organizations' goals and values which result in willingness to exercise most favorable effort to attain the organizational goals". Normative commitment is "an employee's feeling of compulsion to carry on working for an organization". The third component, continuance commitment refers to "the longing to continue membership in an organization for the fright of forfeiting values as rewards".
Bandura [15] [16] [17] defines the self-efficacy as a personal belief, that influences one's behavior, way of thinking and emotional reactions in a difficult situation. He further states that theories and researches of self-efficacy create a difference in how people feel, think, and act. In terms of feeling, a low sense of self-efficacy is associated with depression, anxiety, and helplessness. Luszczynska, & Schwarzer [18] describe that self-efficacy affects every area of human endeavor. Gungor, Kurt, and Ekici [19] , explain that personality factors have an effect on personal traits of the students. Some qualitative studies define that there is a relationship between personality types and sense of expression of the respondents' efficacy. [20] found positive self-efficacy in employees because of the availability of resources and high levels of self-efficacy in employees. Similarly [21] describes entrepreneurs and employees are often more engaged, moti-Open Journal of Business and Management vated and, consequently, successful in their tasks due to the high levels of selfefficacy and sufficient amount of resources in the organization. Kossowska & Laguna [22] found that the result of hierarchical regression analyses have shown conscientiousness, skill variety and self-efficacy are statistically significant predictors of volunteer non-profit organization of Poland.
Recently, Farrukh, Ying, and Mansori [23] have expressed that extroversion, agreeableness, and conscientiousness are positively associated to affective commitment and openness or intellect and emotional stability are negatively linked with affective commitment. Farruk et al. [24] have found that emotional stability negatively correlated with continuance commitment. Likewise, there was no relationship between continuance commitment with conscientiousness and openness personality trait. Furthermore, extraversion, and agreeableness were found to be negatively associated to continuance commitment. The previous study of Basnet (2018) has reported similar result as emotional stability is negatively correlated with affective commitment. Similarly, agreeableness, conscientiousness and intellect trait are highly correlated to affective commitment. These results showed that personality traits as a whole are significantly associated with organizational commitment. Agreeableness trait is the strongest predictor of both affective and continuance commitment. Agreeableness trait is especially relevant to predict employees' outcomes which are subject to strong interpersonal or so- 
Review of the Literature
Many literature reviews have discussed the various dimensions about the personality traits but still the five-factor model (FFM) is the most prominent model to assess human behavior in workplace in anytime, place, and culture. FFM consists of five factors such as extraversion (sociable vs. introverted) agreeableness (cooperative vs. competitive), emotional stability (emotional stability vs. instability) openness (intellectual curiosity vs. preference for routine), and conscientiousness (organized vs. careless) personality trait.
The "Five Factor Theory" has developed by Norman [24] . Goldberg, McCrae & John [25] People's cognitive and, affective and motor responses are important to the organizational change determined by their personalities. The extraversion trait indicates individuals' tendency to be socially more active and reactive as they develop more social networks compared to those who are low in this dimension [27] [28] . The previous empirical studies recognized that higher levels of interaction pose the frequency and scope of using more networking behaviors [29] . Therefore, individuals who score high in extraversion are expected to establish high in social networks with other organizations [30] . John & Srivastava [2] have explained that the degree, to which an individual is tense, means their worries are more than others and they tend to be moody. Many past studies have showed employees scoring high in emotional stability are highly motivated by and attracted to their hygiene factors, such as job security, benefits, pay, work conditions [31] . Becker [32] has already explained that employees' remuneration, specific skills, work security, and work friends are helpful fundamental reasoning for continuing their job. If they made a decision to quit their existing job, all of these will be sacrificed including their previous work background, hard work, and experiences. Thus, it creates a positive relationship between neurotic tendency and continuance commitment. Erdheim et al. [27] have viewed that neurotic experience of higher anxiety about facing a new work environment that leads to harsher experiences when negative events exhibit in their jobs.
In Nepal, researches in personality psychology were pioneered by M.P. Regmi [33] [34] [35] . FFM has been practicing in various organizational programs such as emotional intelligence, selection and recruitment, and performance. Personality traits help to develop people's characteristic patterns of feelings, thoughts, and behaviors defined as psychological aspects. Personality traits become one of the main factors that affect human behavior due to the impact on controlling the people's reaction to bring changes in the organization. People's behaviors, as well as cognitive and affective responses to the organization are determined by their modification in their personalities.
According to Ying & Ahmad, personality traits are associated to link with employees' attitude within the organization. The personality factors of employees were tested during their recruitment and practicing of the various assessments or roles in the organizations. The personality dimensions are used to assess in the organizational development and applied in the multiple levels of analysis, beside that human resource practices are commonly used as an individual variable. The interesting fact was found in an empirical study by Spagnoli and Caetano [36] . The trait of the extraversion was correlated positively to the normative, continuance and affective commitment. Thus, the personality factors of Open Journal of Business and Management openness to experience, Emotional stability, and conscientiousness are significantly correlated to the continuance, while commitment and agreeableness are significantly related to the normative commitment. Meanwhile, a study identified by Tziner et al. [37] have found positive strong relationship with the conscientiousness, agreeableness, and openness to experience are significant and positively related to organizational commitment.
Choi, Oh, & Colbert [38] Subedi [26] explains that the trait of emotional stability in the Big Five personality dimensions showed significant differences between the two ranks of the officer level (M = 61.33, SD = 9.787) and the non-officer level (M = 69.99, SD = 12.170), t (298) = 6.79, p ≤ 0.001. He further indicates that the emotional stability level of non-officer is higher than that of the officer level. His further study has identified that except for the emotional stability trait, all the other personality traits found higher mean scores for non-officers than officers. The results of this study are helpful to relate the Nepalese SACCOS employees for further investigation of the researchers. Subedi [26] observes that there is a relationship between Big Five personality traits and job satisfaction of the Nepalese Civil Servants, where the beta coefficient was positive (p = 0.021 < 0.05), is significant at 0.05 level. Farrukh, Ying, and Mansor [23] have found extraversion, emotional stability, conscientiousness, intellect and agreeableness show significant effect on employees' job satisfaction. The above studies of job satisfaction with big five personality traits exhibit similar results. Stewart and Nandkeolyar [39] state that employees, with a greater degree of openness deserve opportunities to deal with uncertain situations and to learn new beliefs, are likely to achieve higher job efficiency.
Ganu & Kogutu [40] studies are more insightful into the degree to which these personality traits are correlated with job satisfaction and organizational commitment in the healthcare industry. Donnellan et al. [9] observe that the Mini-IPIP Scale in the various series of studies have shown acceptable reliability and facilitate similar constructs of relationships. Mini-IPIP scale is developed from the Big Five Factors of Personality Traits have to meet the time constraints and short assessments. Michaud [41] defines that the individual's personality traits indicated by an employee who perceived the aspects of the work that determined employee's response to the situation in the organizational settings.
The concept of self-efficacy was pioneered by Albert Bandura in early 1977. It refers to one's perceived capabilities to execute the courses of action, with emphasis placed on performing skills rather than possessing skills, to achieve a given mission. Hellervik et al. have noted effectively that to achieve a mission for D. M. Basnet, M. P. Regmi Open Journal of Business and Management better use of various kinds of skills and acquire a belief in self-efficacy theory.
Bandura [16] further developed four major sources: inactive mastery, vicarious experience, verbal persuasion, and psychological& affective states. An individual can fail to achieve a given mission due to over estimation of this self-efficacy. Various studies reported about the significant role played by self-efficacy as an important antecedent in the formation of entrepreneurial intentions [42] .
Organizational commitment is multifaceted concept [12] [13]. Finegan [43] argues that absenteeism, job quitting, job satisfaction, job involvement, performance and relationship between supervisor and supporting staff are all relevant to the situation of the organizational commitment. Shrestha has found that demographic variables exhibit no significant differences on employees' marital status, job position, service year, education and organizational status, except ageing of the employees. This study reveals that female employees of Nepalese financial institutions have no significant difference in the level of organizational commitment between the married and single employees. However mean values of single employees are more committed to job than the married employees. Moreover, regression analysis shows organizational commitment of employees are not found significantly affected by the communication, career development, role-play working conditions, their recognition and rewards.
Agrawal [44] shows that public-sector jobs are more highly valued than the jobs of private sectors because the security of their jobs in the government sectors, even though the organizational climates in both public and private sectors are similar in nature. Nepalese employees are committed to their works but they show low levels of morale and participation. Gautam [45] , Koirala [46] , and Upadhyay [47] observe that the employees are dissatisfied with their jobs are common attribution to the Nepalese employees. The report of Gautam, Van Dick & Wagner [48] show the difference in each component of antecedents of commitment leading to reduce intention to leave the organization and resulted in different outcomes for employees' affirmation with their extra-role behavior.
Luthans views that organizational commitment (OC) is an attitude that shows strong desire to remain as a loyal member in a particular organization, where the employees express their concern for consolidation of the organization. Morrow views it as a "Multidimensional Construct". Meyer and Allen [13] further indicated that commitment is characterized by suitable "Mind sets". There are affective, continuance and normative commitment that show their self-confidence and self-efficacy. The study of Muriuki & Gachungais highly important in the field of emotional intelligence and organizational commitment. The organizational commitment is potential to predict the organizational outcomes such as performance, turnover, absenteeism, tenure, and the goals of the organization [12] . Many factors influence employees' commitment, including strong commitment to their manager's occupation, and profession as supported by the important study of Meyer & Allen [12] .
Some researchers [49] - [55] indicate the significant relationships between extraversion/introversion and organizational commitment. They show the nega-Open Journal of Business and Management tive relationship between emotional stability and organizational commitment [49] [50] [51] . Kumar & Bakhshi [49] view a significant strong relationship between openness to new experience and organizational commitment. Similarly, some studies indicate agreeableness and organizational commitment found to be significantly correlated. The review of the literature indicates that personality traits or attributes influence the decision and organizational behavior of employees. Multiple studies have found that personality factors generally influence the way of people decide and behave. A range of studies investigated the relationship between personality factors and organizational commitment of employees. A similar type of study in Indonesia among educators, teachers and lecturers by Izzati, Suhariadi, and Hadi [54] finds that shows a high amount of agreeableness shows high emotional attachment to their organization. Likewise, agreeableness and consciousness trait contribute significantly high level of affective organizational commitment. The studies of Shabahang and Amani [55] have found no gender difference between female and male principals for organizational commitment in the organization.
Objectives
1) To find the gender (Male/Female) differences in personality of the SACCOS employees.
2) To study the relationship between personality traits and self-efficacy of the SACCOS employees.
3) To study the relationship between personality traits and organizational commitment of SACCOS employees.
Hypotheses
The following three null hypotheses will be tested during this research:
1) There will be no difference in the total personality traits of male and female employees.
2) There will be no relationship between personality traits and Self-efficacy.
3) There will be no relationship between personality traits and organizational commitment.
Method

Participants
This study group comprises of N = 260. The total sample is collected from selected SACCOS employees of Kathmandu district dated from July, 2017 to December, 2017. See Table 1 . The average age of these employees range between 18 to 75 years. The samples are collected the from the former Village Development Committee (VDC) (Now Municipality) and Kathmandu Metropolitan City.
Measures
The questionnaires are translated into a Nepali version and back-translated by Open Journal of Business and Management two prominent professors independently and then equivalence was established [56] . The Nepali translation is further simplified by Professor M. P. Regmi. The entire analysis of data is performed with the help of SPSS Version 23.00. The Descriptive statistics, Pearson's correlation coefficient, and t-test were applied in this study (Figure 1 ).
Instruments
The 
Procedure
First, the researcher requested the head of the SACCOS office with the written request letter of researcher along with the recommendation letter of Division Co-operative office, Kathmandu district, after taking the consent from employees, the researcher requested the employees to be seated in a room of the SACCOS and distributed the questionnaires package to each subject and they were instructed by the researchers before filling-up the questionnaires. They filled the questionnaire package within 15 to 20 minutes. In the similar procedure, each SACCOS office was visited by the researcher/s for data collection. Entire data collection took approximately Five-months time.
Data Analysis
In the trait of extraversion, the span of mean scores range from highest in the Table 2 ). Table 4 ). It proves that female employees have higher emotional instability than the male employees of SACCOS. Magnus et al. Table 4 . T-test, gender differences in the total personality traits. In the remaining other four personality dimension (extraversion, agreeableness, conscientiousness and intellect), Mean scores are nearly the same and statistically remain significant between male and female employees.
Hypothesis Testing-2 Table 5 shows that the significant high correlations among four personality traits: The self-efficacy value correlates with four personality traits: agreeableness Hypotheses Testing-3 Table 7 exhibits that there is no significant correlation between extraversion trait and all the three variables (affective, continuance, and normative) of the organizational commitment. The extraversion trait is related to talkativeness, full of energy and emotionally expressive [2] . The analysis proves that employees Table 5 . Correlation among the personality dimensions and self-efficacy. Table 6 . The Inter-correlations within the five personality traits. Similarly, the conscientiousness trait highly correlates (r = 0.166) with the affective commitment and correlates with normative commitment (r = 0.213). It does not have relationship with continuance commitment (r = −0.043). The empirical research, [57] [58] shows the positive correlation between conscientiousness and affective commitment. The increasing character of the conscientiousness trait leads to the degree of employees' involvement and attachments affectively to the organization. A regression analysis of the Indonesian School teachers samples by Izzati, Suhariadi and Hadi [54] have shown that there is a significant relationship between agreeableness(r = 0.000, p > 0.05) & conscientiousness (r = 0.000, p > 0.05) with affective commitment.
The emotional stability trait correlates negatively (r = −0.143) with the affective commitment. The employees scoring high in emotional stability trait shows higher continuance commitment. This research tries to prove (r = 0.06) in comparison to normative commitment (r = −0.11). Positive relation between emotional stability and continuance is expected. Similarly, intellect trait highly correlates (r = 0.261, p < 0.01) with the affective commitment. This result of an association between openness and affective commitment is consistent with the similar result as shown by Erdheim et al. [27] . The previous researches are found to be similar, and that trait of the intellect has positive relationship with the affective commitment which lowers down the turnover behavior of the employees.
The F-ratio 3.997 which is significant at 0.05 levels (2 tail test). Please see Table 8. 
Result and Discussion
The female employees Mean score 1.0135 is higher and significantly different from male employees. The three personality traits (agreeableness, conscientiousness, and intellect) highly correlate with self-efficacy, but the emotional stability trait negatively correlates with self-efficacy. The trait of agreeableness highly correlates with affective and normative commitment. The trait of conscientiousness highly correlates with affective and normative commitment. This research also support researches by Erdheim, et al. [27] , Matzler & Renzl [58] and Lzzati, U. A, Suhariadi, F. and Hadi, C. [54] have found that the positive correlation between conscientiousness and affective commitment.
However, the emotional stability trait negatively correlates with affective commitment. Likewise, the intellect trait highly correlates with affective commitment. The continuance commitment of SACCOS's female employees is due to their nearness of dwelling and their emotional instability is little higher than the male employees. When the employees found highly correlated with affective commitment that results employee's turnover rate will be low in the organization.
Conclusions
It can be concluded that three personality traits (agreeableness, conscientiousness, and intellect) are correlated positively with self-efficacy. The emotional stability trait is significant difference between male and female employees and level of emotional stability is higher than that of male employees.
In the result, affective and normative commitments have simply negative correlation with emotional stability. The affective and normative commitment is highly correlated with agreeableness. The normative and affective commitment highly correlates with conscientiousness. Likewise, the affective commitment highly correlates with the intellect.
Aryal & Panta [59] reported in their study that the Nepalese Co-operative members have inadequate knowledge about financial literacy and depend only on internal sources of information while making the plans and policies by their co-operative employees and adopting the traditional decision making process. ter-Co-operative transactions among the Co-operatives. Basnet, Birla, and Regmi [62] defined that the graduate level employees of SACCOS' self-efficacy shows negative correlation with continuance commitment. Therefore, graduate level employees are not interested to use their knowledge, skills, and interest to accomplish their assign tasks and responsibilities. Basnet et al. [62] prove that the Kathmandu Metropolitan City (KMC), Municipality and Village Development Committee (VDC) SACCOS employees' self-efficacy levels remain same.
Recommendations and Suggestions
Limitations
This survey research is conducted in limited research area of Kathmandu district only. There have been very few researches conducted in the area of commitment, personality traits and self-efficacy in Nepal. However, no study has been found in analyzing the relationship among the personality traits, self-efficacy and organizational commitment in the Nepalese Co-operatives employees. In this respect, this study will be helpful for shedding a light in the field for further studies to the related areas of human resources management. Recently theory testing researches are coming up [60] [61] . These types of researches are not facing by the respondents in the population areas. This may cause to answer properly in the standardize scales.
The researchers have collected the samples for the study of the doctoral research.
Implications
There are several practical implications for reducing turnover, job search behaviors, increasing commitment to organizations, efficacy and right emotional behaviors and cognitions of the individual/s. Employees found with positive association between agreeableness, extroversion & conscientiousness and affective commitment are referred more likely to be committed to the organization and decreasing the cost of turnover and which costs organizations huge amounts of expenditure every year in several ways and disturbs in general for an organiza-
